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Abstract 
In Romania, the continuous reform of educational system started in 1900, and 
investigate the satisfaction degree, risk and effort perception of 51 teachers towards implementation of reform elements in their 
activities. As research instrument was used a questionnaire based survey with 62 items. The main results show teachers have a 
medium to high of general satisfaction coefficient, with one exception: remuneration and promotion coefficient, which is low. 
The risk and personal effort perception for reform implementation has medium values, too. We conclude the reform in has a 
medium impact over the teachers .   
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1. Reform in Romanian educational system and in preprimary education 
No matter the period of time we live in, education was and still is a subject of major interest, considered to be the 
key to society gate, reason why it shapes in various forms.  Since 1960 education become unsatisfactory for the 
social system. From that moment on, researchers started to make changes, allowing it to get closer to the social 
ideal. In Romania, educational reform started in 1990, and 1997 there were discussed 3 reform strategies: reform by 
extension, reform by innovation and accelerating, and reform of the system. Its results were: curricular reform, 
educational plans change, programs and manuals change, transforming reproductive learning into competences 
centered education, creation of institutional networks (linking primary education institutions with secondary 
education ones), developing partnerships with different organizations and groups from local communities, launching 
again the scientific research in universities, improving infrastructure, recreating the institutional management by 
decentralization of the educational institutions,  project management and along with different national and 
international partnerships (Chi  2009). Nowadays, most important actors of the educational system - teachers and 
students, feel both the negative and positive effects of the reform. 
In 2001 curricula was changed with one less stuffed with information. In the following years were approved new 
curricula for mandatory education- 1st to 10th grades, and un-mandatory one - 11th and 12th grades (Tomescu, 2010). 
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Till that moment institutionalized education was centered on knowledge not on competences. Because of the 
curricula diversity there were shaped new curricular forms: mandatory curriculum, curriculum personalized and 
optional curriculum. In schools were introduced disciplines belonging to 7 curricular areas: language and 
communication, mathematics and sciences, man and society, arts, physical education, technology and counseling 
and carrier guidance.  
Students are the one most affected by change; they are more likely to become disoriented and confused because 
of the changes taking place with full speed, in educational system. In a research developed within 2011-2012 on 
national level, was investigate the wellbeing state of more than 1600 people. One chapter was dedicated to education 
and the  answers were discouraging: people perceive education to be more centered on knowledge than 
guides 
students in other directions, missing the real spots that really matter for each one of . They also identify a low 
s, needed in order to be able to offer 
valuable and useful information and guidance . People want stability, a lower rate of change inside the reform 
process for seeing the effects of change process.  Citizens ask for a more modern and flexible curricula, which can 
be available for many years Tomozii, 2012). It raises the following questions: Do teachers trust change? If so what 
factors make convince them to adapt to change?  
In 2011 Education law 54/1995 change into Law of national education 1/20011. New challenges appeared. 
Mandatory education stats now with grade 0 and all first 10 grades from grade 0 to grade 9 will move to secondary 
education. High school will only have 3 grades  grade 10, grade 11 and grade 12. Students who have 6 years old 
are enrolled in this preparatory year (MECTS, 2011). These classes introduced into schools create lot of trouble: 
logistic problems- bathrooms and the furniture aren ommunication between 6 years 
old students and older one is difficult. Teachers, too, are confused with all these changes. Their initial training 
situation is uncertain and a part of t are held now by scholar county inspectorates.  
 In 2008 curriculum for pre-primary education changes radically, from then it is seen as a clear way to reduce 
cycle repeating and dropout in primary and secondary education; it was reconstructed with the aim to reduce social 
inequities (MECTS, 2008). There were introduced new elements to reorganize the activity in kindergartens such as: 
 for a better access of 
students into mandatory education. In Romania as in the rest of the world early education stars when children 
are born till they enter school (MECTS, 2008); 
 5 experiential domains: language and communication, sciences, man and society, esthetics and creativity and 
psycho  motility; 
 The curricula is organized for 2 age groups: 37-60 months and 61 to 74 months; 
 Activities to be carried out with children are organized on experiential areas (integrated activities or on 
experiential areas instead of having multiples subjects) planned according with 6 major themes founf in the 
curricula for preprimary education. Other activities are: games and related activities (at the beginning of 
program with a socialization aim) and personal development activities. Personal development ones are split 
into 2 types:  transitions (activities that allow passing from one activity to another one) and routines (realized 
daily with the aim to develop autonomy, self esteem and capacity communication). 
 Interest centers  are specially equipped locations to facilitate children games.  
 Integrated project  all activities from one day are on same subject. 
Salary cut in the budgetary system represent an austerity measure taken because of the world spread crisis. The 
lowering of wages percent, according with Law 118/2010 rises at 25%, in the same time TVA goes up with 5%. In 
2011 as stipulated in Law 285/2010 were given back to employees 15% from the lost percentage of gross wages; 
 
System decentralizations of Romanian primary and secondary system consist in few elements like: school 
 named by the county school inspectorates, they have to give an admission exam (MECTS), and 
schools are now under the administration of local municipalities. 
Constant decreasing of population also contributed to reform in educational system. Schools capacity should not 
exceed the student population from local area. After population census held in 2011, results showed a negative 
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growth of population; as consequences many schools were closed. Schools have now enough capacity to correspond 
to population needs; kindergartens are affected too, because of the constant competing market.  
2. Satisfaction, effort and risk perception of teachers from kindergartens  
Work satisfaction became a concept with a wide range of definitions, justified by its complexity. One restrictive 
view describes work satisfaction from the perspective of attitudinal character: Johnss (1966) sees it like a collection 
of positive attitudes towards individual work. Others take in consideration the positive emotions resulted from work 
evaluation (Tieger & Barron, 1998).   
Zlate (1981) considers the subjective state of pleasure/displeasure give by satisfaction/dissatisfaction an indicator 
for how effective or ineffective the motivation for working is. Luca (1996) sees the reciprocity between those two 
like phenomena. Thus, propelling motivation boosts performance, while positive / negative evaluation process 
produces satisfaction that is designed to maintain motivation (in this cycle the motivation becomes dynamic while 
maintaining satisfaction). Job satisfaction is a motivational feedback to the assessed results of activity; it is in fact a 
subjective experience of internal and external evaluation (Luca, 1996). In the research field there were shaped 2 
major conceptions: global approach and facet approach. Global approach refers to professional satisfaction in 
generally while the facet approach focuses on job and other aspects of it like: retributions, awards, other benefits, 
people involved in work process (managers, work mates, auxiliary personnel). Greetenberg, quoted by M.R. Luca 
2003 inventoried a number of determinants of job satisfaction, including: stimulation, safety, autonomy, networking, 
recognition, variety, clarity of role, salary, quality of natural ambiance, changes of promotion, participation in 
leadership, power, decision, technical and interpersonal competence of  leaders. State et all (1999) examines 5 
sources of satisfaction for work: facilities (technological, economical, social and human), physical labour 
conditions, work content (self improvement), human relations inside the organization (management, leading stile, 
communication between departments, informational flow). According to Popescu  Neveanu (1978), satisfaction has 
2 sources of causal and conditional factors: participation in the activity and economical and psychological personal 
advantages.  
Spector (1996) analyze in a comprehensive and detailed manner the variables that affect job satisfaction, that are 
linked to the context like: job characteristics, work  family conflict, wages and  variables related to individuals 
(personality, gender, age, job matching). Most of the conducted studies concluded that there is a strong correlation 
among those 5 variables: skills, nature of the work tasks, the significance of task, work autonomy, job feedback and 
work satisfaction. Another important contextual variable - family  work conflict, correlates with work satisfaction. 
Satisfaction related to retribution is affected to the extent that a person receives a salary lower or bigger salary than 
satisfaction / dissatisfaction. But age variable influences it: older employees tend to be more satisfied then younger 
ones. It all can be explained by the fact that once you get older the promotions, salaries and other material benefits 
are multiplying.  
The researches in work satisfaction area pointing now to determinants of work satisfaction. One of the most 
important sources of work satisfaction is work motivation. Motivation is seen by S. Robbins as the amount of 
internal and external energies, coordinating and maintaining towards an organizational goal, satisfying in the same 
 It has an essential role in performance stimulation; positive or negative 
assessment produces satisfaction. 
 Reform implementation on organizational level strongly depends on satisfaction level, on risk and personal 
effort. Risk is defined as a situation where the number of possible future events exceeds the actual events number. 
T  this is why they can be measured and anticipated. When employees are unsatisfied 
by the present situation and perceive a small risk of implementing new activities, we say they are prepared for 
change.  
Personal effort depends on employees  expectations of the change (reform elements). In many cases if they see a 
new activity as needing minor changes than, the perceived risk is low and there are good chances to implement it 
without hesitation.  
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3. Research design and results 
Our research aims to identify how teachers from pre-primary education respond to educational reform elements 
that must be applied in kindergartens.    
Researched population consists of 51 pre-primary teachers from Brasov area, with ages between 23 and 49 years 
old 50 females and 1 male. Their professional experience is variable, most of the employees (68,6% ) have over 10 
years of work experience, and 64,7% are bachelor graduates, while others have graduated only a pedagogic high 
school 19,6%,  or a college 11,8% and only 3,9% graduated a master in education. All the researched population 
participated in national or international projects.  
We assume that teachers with a high degree of work satisfaction feel that change process involved in reform 
engages a high personal risk and much personal effort. 
In the present research we used a 62 items questionnaire with 3 sections: A- factual data, B  
Works satisfaction survey SP1, C- risk and personal effort perception. Section B includes 4 dimensions of work 
satisfaction: remuneration and promotion, leadership and interpersonal relation, organization and communication 
and a general coefficient of satisfaction. The reliability coefficient alfa cronbach is significant for each dimension 
and has the following values: remuneration and promotion  alfa cronbach of 0.76, leadership and interpersonal 
relations  alfa cronbach of 0.83, organization and communication  alfa cronbach of 0.81, while for the last one 
alfa cronbach values 0.83. For the other section we obtained the next values: 0.70 for risk factor and 0.61 for 
personal effort. Though not so high values, if we take into consideration the small number of items (ten for each 
dimension), they are still significant. For answering respondents were given a Lickert scale with five classes: class 1 
(never) class 2 (sometimes) class 3 (moderate), class (4 most of the time) and class 5 (always). 
The results for remuneration and promotion factor indicate a low to medium satisfaction level, most of the 
answers being found in the first 3 classes: 25,9% of respondents chose class 1, 25,21% class 2 and 21% class 3; 
Only 27,5% chose class 4.  
But teachers in preprimary education seem to be satisfied with the organizational climate generated by the 
leadership and human relations inside institutions; most of the results being found in the high classes: class 5 
32.97%, class 4 (29,76%), class 3 (18,73%) and last to classes sum up to 11,93%.   
Same happens to work organization and internal communication: class 5 (36, 27%), class 4 (29,76%), class 3 
(18,53) and in the inferior part of the scale we have: 7,04% of answers registered in class 2 and 3,12% in class 1.  
In generally if we take a close look to general sati
for most of the respondents: 26,47 - class 5, 24,57 26,47% - class 4, 23,16% class 3, 12,86% - class 2 and  only 
12,92% prefer class 1.  
The perception of personal effort rises too, when coming to new activities for implementing the reform, a high 
percentage of pre-primary educators perceive a high to medium personal effort envolved: 17,05 % of answers are in 
class 5,  31,96% in class 4, 29,80% in class 3, 13,72% in class 2 and 7,45% in class 1. 
For risk perception they also have a medium to high perception regarding personal risk:  ,14% class 5, 30,39 class 
4, 46,66% class 3 and only 9,21% class 2 and 2,54% class 1.  
As anticipated, if respondents are satisfied with their workplace: the developed relations with their colleagues, 
organization of work and of institution itself , vertical and horizontal communication, the organizational 
management, they also have the tendency to perceive a high risk involved in change process: If  the satisfaction for 
remuneration and promotion grows, the perception of personal risk grow significantly too (r=0,337, p<0,01); 
personal relations and leadership grows significantly along with   personal risk perception (r=0,274, p<0,05), also 
communication and institutional organization grows significantly along with   risk (r=0,276, p<0,05) and of course 
the general satisfaction grows significantly along with   risk (r=0,397, p<0,05). 
The relation between work satisfaction and personal effort involved by the change process is significantly 
positive, too: remuneration and promotion variable and effort (r=0,629), management and personal relationships and 
personal effort (r=0,599, p<0, 01), organization and communication and personal effort (r=0,621, p<0, 01), general 
satisfaction and personal effort (r=0,830, p<0, 01). 
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Employees from pre-primary education are relatively prepared to accept reform measures, since they tend to have 
a medium to high satisfaction in work, excepting the retribution chapter where the work satisfaction is lower. The 
risk and personal effort have medium to high level of perception, too, pointing to an average resistance to change 
mechanism.  
We believe a good management of the institution will be able to reduce the resistance strategies of their 
colleagues and facilitate the transition through reform measures without lowering the work satisfaction coefficient.    
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